Topicality: in the modern conditions of management, special attention is paid to improving the effectiveness of personnel management, which is especially important for regional authorities, because the effectiveness of the social and economic development of the entire territory depends on the managerial decisions they make. The adaptation of the staff has a direct impact on the effectiveness of the professional activities; however, many managers underestimate this important process. Studies show that in many organizations this process is spontaneous; there are no basic programs for the adaptation of employees. However, the competent organization of the adaptation process influences the way the employees do their professional duties; the way they associate themselves with the company; and the way they accept its norms and values. The aim of the research is to theoretically substantiate and develop directions for improving the process of adaptation of state civil servants. The object of the study is the work of the employees of the regional legislative bodies. Methods of research: the basis of the study was a systematic approach to the management of staff adaptation, monographic research method, questioning, interviews, and surveys. Results of research. While doing the research, the authors analyzed the most frequently encountered problems in the sphere of adaptation management. The conducted questioning of the employees of the regional legislative bodies showed that the greatest difficulty in the adaptation period is experienced by new employees in the performance of professional duties, joining a new work-team, and they also had some problems connected with the specifics of public service. Both experienced and young specialists had such difficulties. The authors determine the factors that have an impact on the course of adaptation of employees and their job satisfaction, which affects their adaptation in the work place. The interview and the survey conducted with the experienced specialists of the regional legislative bodies made it possible to reveal the level of their organizational skills, team orientation, the desire to share their knowledge and experience, the degree of tolerance and psychological stability. Conclusions: referring to the study and analysis of the adaptation of the employees of the regional legislative bodies, we developed a Draft Regulation on the adaptation of employees and directions for improving the management of the adaptation of public civil servants of the regional legislative bodies.
Introduction
Today, there are several approaches to the interpretation of the concept of staff adaptation. L.N. Ivanova-Shvets defines the adaptation of personnel as a mutual adaptation of the worker and organization. In the opinion of A.P. Egorshina, labor adaptation -is the adaptation of the employee to the team and the new place of work. N.I. Makarenko points out that the adaptation of personnel should be seen as an active mastering of social and professional functions by the employee by overcoming certain negative aspects that can arise both through the fault of the employee and through the fault of the organization. V.R. Vesnin believes that adaptation means the adaptation of the employee to a new social environment, the conditions and the content of labor. According to A.Ya.Kibanov, adaptation is a mutual adaptation of the worker and organization, which is based on the gradual employee training in new professional, social and organizationaleconomic working conditions [4] .
The course, pace and results of adaptation are influenced by many factors (Fig. 1 ). 
Methods
Specificity of adaptation in the regional authorities was studied on the example of state civil servants in the regional Duma. To achieve these objectives, first of all, the normative documents were studied, namely the job descriptions of employees of the civil service and personnel department, the regulations of the regional Duma, the Regulations on the Civil Service Department and the staff of the regional Duma.
During the probation period, regular conversations were conducted with the employees in order to find out the way their development took place in a new place, whether they had any problems, whether they needed anything or not. Also we worked with the team. Its goal was to help the newcomer in terms of social adaptation, adaptation to the team, the provision of communication.
At the third stage, a questionnaire was conducted with the staff of the Duma. To study the features of adaptation, both young and experienced specialists were selected. The questioning was aimed at identifying the specifics of the adaptation period of young and experienced employees. The results of the questionnaire were to show the presence of common and different moments in the course of the adaptation process among young and experienced employees, as well as problems that arose during this period. Employees of various departments of the regional Duma took part in the survey, since each of them had a certain focus and a different nature of the work, there were 11 people in total: 5 young professionals (2 men and 3 women) and 6 experienced employees (5 women and 1 male).
In addition to the questionnaire, which was aimed at identifying key problems faced by new specialists during the adaptation in the regional Duma, a mini-survey was conducted among young professionals working for up to one year. They were young employees aged 20 to 25 years. The main task of the survey was to find out the way professional, organizational, psychophysiological and socio-psychological adaptations took place, and what we had to pay attention to when working with each individual employee.
Results and Discussion
During the analysis of the above-mentioned documents, it was noted that in the "Regulations ..." the adaptation of employees was not singled out as a separate function, respectively, the persons responsible for conducting it were not specified. Also in the regional Duma there is no separate Regulation on adaptation, in which the timing of the adaptation, the persons responsible for it, the plan of measures, etc., would be fixed. Despite this, in fact, the adaptation of new employees is carried out. As a rule, the head of the department, the immediate supervisor, is engaged in the adaptation of civil servants, and the head of the apparatus of the regional Duma supervises the course of adaptation. From the beginning of the new employee's work activity, the head of management in which he/she works provides all the necessary documents: instructions for working with documents in the regional Duma, Regulations on committees in the regional Duma, Regulations of the regional Duma, federal laws that need to be guided in their activities. The results analysis of the questionnaire showed that among the main problems that arose during the period of adaptation, the employees distinguished the following: professional duties, joining a new team, peculiarities of work in the civil service ( Figure 2 ). Comparing the answers of young and experienced employees, it should be noted that they had identical problems, but caused by different reasons. If for specialists with experience difficulties in joining the team were conditioned by adaptation and habit to the previous one, for young specialists without work experience, work in the team was a completely new stage, which required mobility, mastering the rules of communication, tolerance, etc.
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Analyzing the respondents' answers about the adaptation time, it was noted that the male needed less time to adapt (up to two months on average) than women (four to five months on average). This tendency can be attributed to the fact that men are more psychologically stable, and immediately try Important points are that 9 out of 11 respondents indicate their colleagues as people who assisted with adaptation, and only 2 people mention the direct leader. We should point out the fact that out of 11 people 9 have never thought about changing jobs in the first months of work, although, as a rule, it is during this period that new employees are inclined to such thoughts. This fact indicates that specialists have a high degree of loyalty to the organization from the first months of work.
The results of the mini-survey show that the best way for young professionals is psychophysiological adaptation, we can say that it has already been completed. All employees quickly adapted to the mode of work, work schedule and assess the working conditions as excellent ones. Professional adaptation has not yet been completed, as employees need time for full inclusion in the work process. As for the socio-psychological and organizational adaptation, there are a number of problems. The majority of respondents noted that they were only partially acquainted with the structure of the regional Duma and did not receive any explanation about what place their division occupied in the general structure. Also 4 out of 5 employees were not fully aware of their role in the management activities during the first month of work. Considering the socio-psychological aspect of adaptation, it should be noted that 4 out of 5 specialists in general share the norms and values adopted in the Duma, but they have their opinion on a number of issues; 2 people out of 5 found a common language with all colleagues, and 3 people feel comfortable not with all members of the team. Despite this, 90% of civil servants do not regret that they work in the regional Duma. This suggests that, despite the problems faced by young professionals, they have an incentive to move forward.
Conclusions
The study revealed that the course of adaptation was influenced by a number of different well-known factors, such as: Satisfaction with these factors positively or negatively affects the adaptation of the employee [6] . Our task was to find out if the experts whose adaptation had not yet been completed were satisfied with the above factors. This information will help to find out in which area the new employees usually have problems in the adaptation period and what is needed for the manager, mentor and civil servant staff to focus on the adaptation plan.
It was revealed that new employees experience the greatest difficulty in the adaptation period when performing professional duties, joining a new team, which is due to various reasons (change of job, differences in requirements for positions, etc.). It should be noted that for young professionals, socio-psychological, professional and organizational adaptations take place with complications, what is important to pay attention to.
According to the results, the research identified the main problems that new specialists faced in the first months of work. We found out that both the young specialists and the experienced ones noted difficulties arising at the beginning of their work in the regional Duma, the performance of their professional duties and joining the team. In the course of the survey with young specialists working for less than a year (adaptation of some of them has not yet been ________________________________________________________________________________ completed), it was found out that the most successful were the socio-psychological and psychophysiological adaptations, while the professional and organizational ones cause difficulties. In this regard, some recommendations have been developed that include a plan of adaptation measures for facilitating the adaptation process for public civil servants.
Recommendations for implementing sociopsychological adaptation:
• arrange the acquaintance of the new employee with the team. Acquaintance should take place in the form of a dialogue, rather than simply presenting a new employee to the team; • conduct a conversation with a newcomer, the purpose of which will be to identify the wishes of the young specialist. Also during the conversation you can find out what is most difficult for the employee during the adaptation period; • entrust a new employee with a task together with colleagues, in order to identify with whom he/she is better at interacting with; • arrange "dedication" of a new specialist, to make it clear that he/she is already important to the company and is a full-fledged employee.
Recommendations for professional adaptation:
• assign a young staff member to a mentor who will assist the employee during the adaptation period and monitor it. The tutor should familiarize the employee with the adaptation program and its expected terms;
• prepare a "novice folder" i.e. a certain brochure in which the answers to the questions, that the new employee will most often have, must be collected [5] for the employee; • give the employee an individual task, during which he/she will be able to demonstrate his/her professional abilities and skills, as well as find out what direction in the professional sphere the specialist is most interested in, listen to his/her wishes and suggestions, if necessary, provide additional information on the issues; • conduct a conversation with the employee and find out what problems he/she has in terms of professional adaptation, how serious they are, what he/she thinks they are related to and how the employee himself/herself finds the way to solve them.
Recommendations for organizational adaptation:
• provide the specialist with information on the organizational structure and clearly describe the functions of each unit and their place in the entire management structure; • if the specifics of the organization's activities, in which the specialist worked before, differ from the activities of the regional Duma, it is necessary to familiarize the new employee with the main areas of activity, to emphasize the nature of the work of the legislative authority [8] .
There were some ways to neutralize the factors that employees are not satisfied with or the assessment of which is in doubt, proposed, to prevent the dissatisfaction with these aspects from having a negative focus (Table 1) .
